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REPORT ^SUMMARY 

REPORT OBJECTIVE ; 

As a result of changing social, political and economic 
environments, it appears that opportunities are developing 
for RIT to offer new academic offerings for incumbent and 
potential human services managers. The object of this 
report is to analyze those apparent opportunities and thereby 
provide information for thpse who muse decide whether to - 
develop such programs. Specifically, data were developed to 
answer the following questions: 

1. What program levels (e.g., degree, nondegree) 
should be offered? 

2. What are the mos^^^ppropriate times ^(e.g., weekdays, 
evenings) for new offerings? 

3. What types of.humar\ servirces courses (e.g., seminars' 
short coxirses) should be offered? 

4. What are the possible sovurces of funding (e.g., 

• < 

student payment, employer support,' grants) for ^ew ' . 

and expanded educational- opportunities in the 

human services area? 
RESEARCH METHOD ; 

The major instrument for data collection was an .eight 
page mail questionnaire which was completed by 174 (33% of 
the population) top level human services executives located 
in six cities in Upstate New York. Additional confirming 
data were ^btained from 12 grotip interviews (66 people 
total) helj^ with management and line personnel from human 
services organizations. ^ 

iv 



FINDIN^: 

If RIT were to develop a graduate program relating 

to the management of human services organization, 

it is reasonable ^ ^xpect a beginning enrollment 

of 100 to 180 part-time students. 

Such a program would fill a ned^Tfbted by many 

> 

executives - to help' upgrade the understandings 
and skills of current and potential managers. 
To have better communications related to managerial 
problems/ direct service personnel should have ian 
appreciation of management problems, concerns, and 
alternatives. 

Short courses were generally recommended for 
incumbent managers and degree progtams for potential 
managers. However, many respondents* recognized 
that a degree provides more course depth and c 
varied experiences. There is some indication of a 
need to develop' and interrelate , short courses in a 
equality way so that they can, if.tcdcen separately, 
ineet the immediate needs of an inciambent manager 
and also, if expanded on, contribute credit toward 
a degree. 

Respondents had only two suggestions for cvurriculum 
changes. More depth in management/administrative/ 
leadejcsjhip areas was one significant recommendation. 
^Another was a call for more internships and field 
experiences. 
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For class work, "Weekdays, late afternoons or 

evenings'' ^ere the clear time preferences. ^ 

Time and financial concerns would be major constraints 

'for the respondents in electirxg to take any type . 
of academic program. Some would expect^help from 
their employer, but a significajit number need to 
rely on their own resources. Many hope to get 
some type of financial aid via scholarships, 

, stipends, etc. 
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I. INyRODUCTION ' ' . 

It is generally acknowledged that human services organi- 
zations operiite in rapidly changing social, political < and 
economic environments and that these environments will 
continue to change, most likely at a faster rate. This 
ferment obviously influences the breadth and depth of management/ 
leader ship/a\iministrative activities needed in human services 

\ - . 

institutions. Society is demanding and will continue to 
demand that human services organizations become better 
managed i^with better leadership practices and with more 



acco untable administrative practices and guidelines. Simply 
fi 

stated, ^uman services managers are being asked to prove 
more than ever" thac their organizations significantly help ^ 
their clients. 

For colleges and universities, these challenges raise 
questions about the types and levels of programs offered to 
future 4nd incximbent human services managers. The objective 
of tliis report is to provid^ empirical data that will help 
Faculty and Administrators at the Rochester Institute of 
Technology answer such questions about pragrams. The major 
thrust cf the report presents a synthesis and analysis of . 
the views of 174 human services managers on cxarrent management 
problems as they relate to educational needs for management 
personnel in their own organizations and fields. 
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A. What Has Happened 

During. the 1950 's and 1960 's, society readily accepted 
the^need for expanding human services activities. The geperal 

public concluded that massive efforts were needed to help 

* 

reduce social ills and that quality of life needed- improvement . 
As a result. Federal, State, and Local governments liberally 
funded human service organizations, and private and corporate 
charitable contributions improved significantly. In this 
prosperous environment, only' moderate attention was given tb 
how human services organizations were managed. (This is 
also characteristic of profit organizations during their 
profitable periods.) , 

Since the rdcessions of the late 1960 's and early 
1970 's, however, government funding of many human services 
has declined as taxpayers have looked for more favorable cost- 
benefit ratios for their dollars. (For example, many taxpayers 
and politicians strongly endorse Zero Based Budgeting as a 
technique of financial management control for not-for-profit 
organizations.) ^Concurrently, the potential for private 
charitable donations has diminished because individuals have 
become concerned about inflation and many industries have 
faced vacillating profit margins. Yet the very factors that 
lead to such funding difficulties (e;g., inflation and un- 
employment) also increase the need for more human services ' 
support. 
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B. Better Management As An Aid ' 

To provide more effective delivery and accountability 
in the face of these complexities, pome 'human service organizations 
have looked to *:he business management sector for models of 
.organizational operatJLon ^ Fo r example, for its personnel, 
the Monroe County YMCA provides workshops in marketing 
concepts and principles. Most of the information ' included ^ 
m these workshops has been developed from accepted commercial 
marketing practices. j 

Yet despite the obvibus need to better manage their 
organizations, many human services^ executives appear s^ 11 
to lack the ^kills and understanding necessary for effective 
management. A few seem to have developed wel\^ -through the 
"school of hard knocks", but many (perhaps ev-en a substantial , 
majority) tlry to utilize management^ approaches that are 
inappropriate to the current demands of s^^riety. Clinging 
to their professional specialties (social .work, psychology, 
etc;^) , they do not fully develop their managerial roles and 
potential. * 

Given the overall manjagerial statjus of human services 
organizations, then, management education for both current 
and future. human service executives could be a viable growth 
area for colleges and uiii^versities . In tvum, the institutions 
can make a significant ^contribution to society by developing 
useful human services management programs. 
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However, before this can be done a number bf questions need 
to be answered, and it is the purpose of this study to 
provide insights to these questions. * ' ^-^ 

1. What program levels (e.g., degree, nondegree) 
- should be offered? 

2. What are ^the most appropriate times (e.g., 
weekdays, evenings) for new offerings? 

3. What types of educational expeifiShc^s (e.g., 
seminars, s,h6rt courses) should be offered? 

4. What are the possible sources of funding (e.g., 
student payment, employer support, grants) 

for new and expanded educational opportunities 
in the human serviq^es area? (Note: In the 
industrial sector, company sil{>port frequently is 
an important ingredient for student funding especially 
with graduate and continuing education programs, 
and yet this kind of support may not be generally 
available in the hviman services sphere.) 
C. Human Services Defined " 

A recent report on human services operations "and 
education indicates that the field* is evolving since its 
estaODlishment back in the lajte 'lS60's;^ Becaus.e definitions 
of the field consequently vary, this study developed its own 
working definition similar to that used^ by the RIT Human 
Services Study Group (cf^ II. Study .Background) : 



J. ChenauXt & F* Burnford, "Human Services Professional 
Education; "New York City, McGraw-Hill, 1978, pp'. VII &;3. 
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That area of^ work dealing with organizations responsible 
for social welfare, coTrmiunity development, health, 
cultural activities, , religious service organizations , 
and those specialize d local and regional government 
organizations with significant responsibility for 
those functions, including a strong citizen yolunceer 
dimension. Human Services activities include those 
activities which are protective, preventive, diagnostic ^ 
X maintenance, or. remedial in character. The focus of the 
study will be primarily on those institutions having 
a paid staff. It will exclude (1) established school 
systems -::Lnd educational institutions at -^11 levels 
and (2) line agencies of government, 

II, STUDY BACKGROUND 
Th^^ study is a part of a major RIT ],..ogram review to 
determine where RIT should place emphasis in educating line 
and managerial professionals for the growing hxuaan services 
sector. Initiated by Dr, Todd Bullard, RIT Provos£, the 
review consists of three activities, of which this study is ^ ^ 
the first. In the seconc? activity, Dr,Bullard andDr, 
Edward Johnson, Dean of the RIT College of Businesii, initiated 

discussions with f oxir other colleges and universities about . 

/■ . 

the possibility of conducting similar research projects 
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in their regions. The objective would be to obtain a national 

sampling of reactions, therefore greatly adding to the data 

of this study. Assisting administratively with the national 

effort is Dr. Rowan Wakefield, President of ^^ashingtbn 

Wakefield Associates. At present, the national study is 

awaiting funding from interested foundations. The third 

activity established by Dr. Bullard is a study committee, 

chaired by Dr. Paul Bernstein, KIT Dean of Graduate Studies, 

charged to develop a position paper on the directions human 

services education should take at RIT. The guidelines outlined 
* 

for that group by Dr. Bullard state that: 

(1) a study of future hun^an service ""programs should b^ 
made "especially in terms of existing RIT academic 
competencies," 

(2) the study should include appropriate offerings 

, from short courses to the master's degree, and V 

(3) need and demand factors for such new curricula 
should reflect "factors in thti market place." 

The report ojE that committee will be released simultaneous 
with this report. 

A. Literature Review *- 

Ordinarily, a research study calls - for an extensive 
review of the literature. Fortunately in this effort, a 
very comprehensive review had been conducted in conjunction 
with -a 1977 study completed for the Federal Gcvernment 



Memorandum from Provost Bullard to study coirjnittee dated 
July 29, 1977. 



agency, ACTION. ^ 'That literature review had developed three 
Hypotheses , also subsequently validated, pertinent to this 
study: 

(1) There is a widespread sense that volunteer organizations 
have many unmet needs which hinder the effectiveness 

of their organizations. y 

(2) There is an overall sense that many of these 
problems are generated because of a lack of 
sufficient skills or knowledge on the part of the ' , 
organization's leaders and members. 

(3) Little attention has beer^ given to evaluating the 

4 

:ef f ectiveness of technical assistance services. 

It is important to note that what was defined in the 1977 

^ . 'I 

study as "technical assistance" most often equated to what 
this study considers management skills and understandings, 
e.g., recruitment, training, supervision, fiscal accountability , 
motivation. 

The ChenaUlt and Burnford project of 1976 alsb pointed 
to the need for better management skills in the human 
services area. The following statement ptovides a flavor of 
their conclusions : 



"Technical Assistance Needs Assessment & Resource 
Identification^ of Voluntary Organizations", Cambridge, 
Mass., American Institute for Research in the Behavioral 
Sciences, (AIR) , April, 19^77. 

^* "Review of Current Literature Concerning Assessment of 
the Needs of Volunteer Organizations", Cambr.idge- Mass., 
American" Institute tor Research in the Behavioral 
Sciences, December, 1976. 



The future human service executive will be characterized 
by a unique blend of organizational and managerial 
expertise, political sawy, knowledge concerning the 
workings of government and professions, and particular^ 
skills developed by practice.^ 

(Interestingly enough, anyone acquainted with the management 

needs of the profit sector would find this description 

congruent with their future management needs.) 

From these studies and their literature analyses , it is 

clear that better management is needed in all types of human 

services organizations. This investigation attempts to take 

the next step and to assess the roles colleges and universities 

can play in helping human services personnel 

to acquire more effective management skills and understandings ^ 

/ 

with the objective of helping to develop more effective 
organizations . 

B. Data Acquisition Approaches 

The work being provided in this report was launched 
with a formal research plan developed by the writer and 
refined through three editions, each having been reviewed 
by several RIT personnel and by those at other colleges 
and universities interested in participating in the national , 
study. To gather tjfle data in a reasonably cost effective manner 
and within accepted research standards, mail questionnaire 
and personal interview forms were developed'. ^ 



Chenault and Burnford^ 0£. cit . , p. 169. This study 

also contains an extensive literature review, pp. 227-278. 



The mail questionnaire (see Appendix A) was developec. 
from issues raised by RIT -personnel, and others interested in 
the national study. Both direct and indirect questions were^ 
utilized. The indirect questions were drawn from four case 
situations' in which respondents were asked to identify with 
management problems. In an indirect manner, they then were 
requested to determine whether they would look to formal 
education as one av^ue for solving management problems. To 
test/the validity and reliability of the total questionnaire, 
indwidual personal interviews were conducted with nine 
Rocjiester human service executives. Changes were made based 
on these interviews as well as comments from others interested 
in the study. 

Supporting the mail questionnaire approach were personal 
interviews with six groups of managers plus six groups of 
human services line workers - a total of 6 6 human services 
personnel. Fifty-five of these people were employed in 
areas of social work, allied health and criminal justice. 
Dr. Bernstein and the Human Services Study Group conducted 
the interviews. ^ 
C. Survey Population 

The mail questionnaire was sent to top organization 
e xecutives in six upstate metropolitan areas - Rochester, 
Syracuse, Buffalo, Niagara Falls, Elmira, and Binghamton - 
as identified by listings of organizations provided by human 
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services officials in these areas. Although nearly all of 
the lists looked complete^ in terms of the types of organization 
desired, .it is likely that some potential respondents were 
omitted, e.g., some governmental social service officials in 
Binghamton and Elmira. • ' _ 

Questionnaires were mailed on March 15, 1978 with a 
requested return date of April 5th. On April 12th, a 
follow-up mailing was sent, and late in April personal phone 
calls were made to all nonresponderits in the Rochester area. 

Of the 580 mailings, 51 were deleted from the sample 
for a variety of reasons (e.g., some organizations were 
longer in existence; some employed only a part-time secietary; 
and a few simply refused to participate).- Completed questionnaires 
were received from 174 respondents - 3 3% of those who could 
have p otentially returned them. This^return ap|)eared to be 
a good one, considering the length of the questionnaire. (A ' 
few respondents wrote complaints about the questionnaire 
length.) The conclusion that the sample was suitable is also 
supported by the agreement of survey results with the information 
found in the literature and with the tenor of the comments 
from management and line personnel interviewed by the Human 
Services' Study Group. 

Statistically, the respondents had the following 
characteristics which are detailed in Tables XV through 
XVIII. Overall, respondents reporting were "yo^^g" , with 
nearly two- thirds being under age 50. In addition, they 
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were well educated, had an organization of over ^5 people 
under their directions and controlled budgets in the middle 
six figures. 

In terms of highest academic degrees held, the statistics 
showed a littler less than 60% of the sample held advanced 
degrees, with 53% holding a Master's degree. 

'» __% 

10 5.7 
93 53.4 
56 32.2 
3 1.8 
12 6.9 
174 100.0 
As might be expected, highest degrees were most numerous 
in social work, sociology, or counseling, with 34% of the 
sample holding degrees in these areas. Business y management, 
.and economics were also important, with nearly 13% having 
their h:.ghest degree in these fields. If public administration 
is added to this 13% figure, it brings the total to about 
20%. Education was also popular with a total near 18%. 

About one quarter of the organizations (27%) employed 
from one to ten people, with a median employment of 26 
people for all organizations providing data. Budgets ranged 
'widely, from a low of $17,500 to $200,000,000. A little 
less than 10% hpd annual budgets "above $5,000,000, and the 



Doctorate 
Master ' s 
Bachelors 
Associate ' s 
No Degree 
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median for the total group reporting data was $651,600. 

In sununary, the "typical" person reporting data for 
this research has studied .in one of a variety of professional - 
academic fields, usually is responsible for twenty-six 
people, and controls an annual budget of $651,600. 
D*, ' Hypotheses 

To provide focus in the construction of th^ study 
design five hypotheses were subjectively developed. They^ 
follow: 

1. 50% or more of respondents will indicate that the 
managementyleadership/adininistration problems 
presented in narrative case examples are "typical" 
or "somewhat typical" of those found in their 
organizations . 

2. 25% or more respondents will indicate that to 
obtain insights into management problems cited' 
they would enroll in a short course related to the 
problem(s). 25% or more would enroll in a broader 
management program leading to a degree or certificate. 

3. 50% or more of respondents will indicate that 
financial constraints would be th6 major barrier 
hindering them or their subordinates from enrolling 
in a short course or degree management program to 
gain management skills. 

4. 80% of respondents will indica'te that hiring 
personnel with reasonable competency in line 
ski^lls at the Associate's, Bachelor's, and Master's 
degree levels is not a significant problem. 



13. 

5. 50% or more of respondents will indicate that it 

is important for line personnel to have an appreciation 
of management/leadership/administrativ^ techniques 
either as an avenuei to advancement or as a basis 
for understanding the problems faced by a supervisor. 
When. the questionnaire data were reviewed, it became, 
evident that it would be better to ajialyzis the data, in li^t 
of several major questions rather than to directly evaluate 
the hypotheses. Consequently, analysis was based on the 
following eight questions, coyering the original hypotheses 
and more. 

1. To what extent do respondents view human services 
management problems as increasing or remaining the 
s ame ? 

2. To what extent do the human service managers view 
management education as a way to help them solve 
management problems? 

3. To best meet respondents' and subordinates' 
needs, what types of program formats are most 
desirable? 

4. What changes do respondents want to see in current 
curricula? 

5. What obstacles do human services personnel face in 
acquiring management education? 

,6. For the future, do the respondents see possible 
shortages of human services personnel? 

. - ■ ,20 • 
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7.. Were there any major differences in the replies 

when the answers are evaluated in terms of organization 
budget size? 

8. Based on the questionnaire information, is there a 
potential for RIT to enter the field of human 
services management education? 

III, STUDY FINDINGS 
1. To what extent, do respondents view human services 



m anagemeni: problems as increasing or remaining the 
same ? 

A primary objective of the questionnaire was to determine 
how the respondents view impj^ftdihg changes in problems for 
human services management". To identify specific management 
areas likely to be of great' concern, the questionnaire 
listed twenty- four such areas, and respondents were asked to 
indicate whether related problems would increase, remain the 
same, or decline. The questionnaire listing was adapted from 
findings of the ACTION Study. 

Respondent reactions are listed in Table I. Over 50% y S 

of the study participants-vindicated that ten of the 24 

management areas would be burdened with increasing problems 

in the coming years. For another five areas, 50% or more of 

the respondents indicated that problems would remain the 

s 

same • 
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In no significant way did the respondents expect any 

r 

area to have fewer problems in the future. "Recruitment of 
new direct service personnel" was the item with the largest 
"decline" figure. Fourteen percent of the sample predicted 
a drop; 27% viewed recruitment problems as increasing; and 
53% viewed them as remaining stable. 

"Understanding the legal implications of govarnment 
regulations." was .designated by the largest number of human, 
servid^es executives for increasing problem complexity. 71% 
(123 of 174 respondents) marked this item fc^ increased 
problems. Other items in the top category (oyer 50% reporting 
i ncreasing prol^ems ) are as follows: 

Developing better financial forecasts for future 
planning - . 68% . a 

Developing more alternatives for furfd raising - 68% 

Developing management information systems tp get better 
data - 60% * 

Designing new program^ which meet increasing standards 

^ / 

of accountability - 60% 



Developing lon^' range plans - 59% 

Handling overall audits for government funding - 53% 
Coordinating joint program(s) with other agencies - 52% 
Changing agency organization structure to get better 

\ - V 

management Accountability - 51% 
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The estimates of the coming impact of labor unions on 
human services organizations seemed to be divided. Nearly ' 
one-third of the respondents (32%) replied that labor problems 
would be increasing, but nearly an equal number had no 
opinion on the issue, or they felt it npt relevant to their 
organizations. For some reason, this concern had ^the largest ^ 
number of "no reply" responses (32, or 13%). This total 
response might tend to indicate a very strong potential 
labor movement in certain sectors of the human service field 
and very little activity in others.^ 

Implications : , 

Any collegiate offering in human services management 
must be seen by incumbent managejrs as providing long and . ' 
short range help in solving their management problems. This 
is neqessary to motivate them to provide the time and financial 
resources for themselves and their colleagues to acquire 
management skills and knowledge. 

The data, from the mail questionnaire, from the local 
group interviews with human services executives, and from 
the national ACTION Study, indicate that increasing management 
problems are priority matters and that improving the handling 
of management related problems was a top concern. Overall, 
it is clear that although human services processes (e.g. , 
counseling,! diet therapy) do need some improvement, management 



There is some data showing size has an affect. 
See Question 7. 



skills need more. Surprisingly, the line workers personally 

interviewed also noted the need for huinan services management. 

They asked for better organization, communications, budgeting, 

performance appraisal, etc. This is summarized in the Human 

Services Study report (page 13) as follows: 

Among administrators in all of the human service areas, 
the need for managerial skills elicited the largest ^ 
defined need - some 62 affirmative responses. Itralsd 
brought forth the largest number of need responses- 
among line workers (28) and confirmed the substantial 
interest in management that was shown iji earlier /RIT 
social work (1972) and criminal justice surveys. 

Development of some types of collegiate level offerings for 

human services managers appears to^be appropriate because 

the data unque^v^ionably shows that human services executives 

are highly conscious of the problems. 

2. To what extent do human services managers view 
m anagement education as a way to help solve ' 
management problems ? 

Unlike some professional activities, management skills 
and understandinqs can be acquired without formal collegiate 
education. As a result, one can find top Managerial personnel 
in many fields who have not had any collegiate management 
train."'* ng. * , . 

To obtain an estimate of the respondents " attitudes 
toward a degree as an aid for acquiring management* skills 

0 
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and understandings,, several questions were asked in the mail 

questionnaire. One question related to the problem areas 

cited in the prior sectipn. ,It was: 

Assume you or one cf your colleague^ wants to improve 

his/her skills or knowledge, in area identified above 

with increasing problems, which of the following type(s) 

of graduate degree programs would best fit these needs?" 

Elease also indicate whether you, might desire a full or 

part-time program. 

Graduate degrees were emphasized because it was estimated 

that most of the respondents would hold a Bachelor's degree 

and could more readily relate to an advanced program. A 

summary of results can be found in Table III. 

Of the five degrees listed, the Master oT Business 

Administration (MBA) was reported as the most desirable ifor 

the conditions described in the question. 122 (7O%0 of tae 

respondents inditated that this degree would improve mana^ment 

skills and/or understanding. This is an unexpected finding 

considering that human services executive personnel in the 

past frequently have looked upon MBA education as suited 

primarily to organizations in the profit sector. The next 
1*' 

most desired degrees were the Master of Public Administration, 
MPA, (76 responses, or 44%) and the MastdHt of "Social Work, 
MSW, (60 responses, or 34%) . The Master of Public Health, 
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MPH, and- Master of Hospital Administration were preferred, by 
only a few, but this is probably due .to the small number of 
respondents from these types of services. Part^ime formats 
were overwhelmingly preferred. This is not unusual since 
the question was directed toward employed human service 
executives and their colleagues . 

To obtain further insight into the major question of 
this section, the respondents were provided with four case 

situations th^at contained human services management problems 

7 " . * 

(See. pages 5-8 of the questionnaire). For each of these, 

respondents were asked to state how representative the 

problems were and to select among several possible courses 

of action. One or two of the actions in each case involved 

educational alternatives. , • <^ 

In three of the case situations (#2,3, & 4), "6^% or 

more of the respondents recognized the situation as "typical 

of somewhat typical". (The one case not noted as "^ypical 

or somewhat typical" involved problems in recruiting operating 

volunteers such as scout leaders. Evidently, this was not a 

major concern for those sampled. ) 



Detail results are reported in Tables X-I , XII,' Xlll, XIV. 

'26 
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% Reporting Case 
Case Situation T ypical/So mewhat Typical 

2- Helpij[ig professional to 

become a supervisor. .71 

3. Executive needs help with 
budget/finances. ^ 71 

4. Good supervisor needs advice 
on building personal back- 
ground to become executive. 60 

Each case provided the respondents with several possible 
courses of action and asked the respondents to select a 
first choice and a second choice. .Educational activities 
(such as enrcllihg in a short course or management program) 
ranked high, as the following summary indicates. 

Education Activities' Were : 
"i^ , ^ First Choice Second Choice 

Case #2 .49% 44% 

Case #3 '33 40 

Case #4 - 64 48 

It is interesting that the educatfonal action in case 
four received the strongest support. This situation involved 
a young supervisor who wanted to become an agency executive 
in the next three to five years. As a first choice, about 
one-third of the respondents recommended a management short 
course and another one-ti^ird suggested an MBA program. One 
might infer, from these responses that human services executives 

I 



ERIC 



21 



, • ' 21. 

I 

accept collegiate education as a base for the career growth 
of young managers. ^^This inference was supported by other 
data which will be pr6sented later in the study. 

For each case, respondents were asked to describe any 
possible constraints or limitations the executives m\ght 
have in taking the suggested actions. Time and financial 
constraints were the only major categories which were common 
to all cases . 

Implications : 

It would appear both from the direct data and from 
reactions to case situations that human services executives 
feel that collegiate management education is a significant 
route to helping them solve current management problems. 
There does -not seem to be any strong pre-set attitude that 
solutions to their operational concerns can only be handled 
on the job or that academic experience has little relationship 
to the dai'ly reality of management. Many human services 
executives (within time and financial constraints) would 
welcome opportunities to improve their skills and knowledge 
through academic work. There is good support for the belief 
that the graduate study in business management is,^n acceptable 
career route for younger managers and for professionals who 
want to become human services managers. 
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3 . To. best meet respondents' and siibordinates ' 

needs / what types of program formats are most' 
d esirable ? 

It is clear from the data (Table X) that the respondents 

strongly recommend short courses for current manager^^ and 

degree programs for potential managers. (79% suggested 

short courses for curr^ent managers and 598 recommended 

degree programs for potential managers.) Jp siabjectively 

reviewing the reasons for these ^choices , it appears that 

respondents often took the traditional view that potential 

managers are^ younger people and have the time energy, and 

career motivation to pursue degree work. In contrast, 

* 

current managers are very busy and could only dev9te ^nough 

time to education for short courses. However, the comments 

written on the questionnaire also indicated that these 

managers recognized that degree prograifrs provide greater 

course variety and academic depth: 

Short courses are mor6 effective once the giround work 
of a degree has been laid. A degree program provides a 
much richer background for the doing a^*d receiving of 
managerial work. \ 

Updating skills is a basic continuous objective of the 
management team where I work. Short courses help 
achieve a short range goal. Pros who want to be managers 
should be degre^^d in their areas of ability to increase 
the level of management. ^. 

Current managers have limited time for long course 
study. My preference would be to be educated formally 
prior to employment. 



/ 
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To obtain data on the types of short course desired by 
the respondents-f the questionnaire asked them to indicate 
which of the problems covered in Table I would best lend 
.themselves to coverage in one- to three-day short courses. 
Detailed results are provided in Table II. As might be 
expected, governmental relations, planning, fund raising, 
marketing-related comifiunications , and personnel practices 
were top on the list. 

% Recommending 
Subject Matter for Short Course . 

Developing. alternatives^ for ^ 

fund raising 53% 
Improving personnel practices 

such as performance appraisal 45 
Communicating agency mission/ ^ 

image to the community 45 
Understanding legal implications 

of gov't, regulations 44 
Developing management information 

systems to get better data 41 
Low on the priority list were: 

Handling day-to-day administrative 

operations (e.g.., building ^ 

mainte^nce) 19?; 
Trainin'^s^ew and veteran 

personnel 19 
Recruitment of new direct 

service personnel 11 
Working with physical planning, 

real^ estate changes 10 

ERIC 
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In examining the top and low priority listings, it 
becomes clear that the respondents want management skills 
and understanding. on a higher managerial plane. One may . 
wonder whether sufficient skills and insights (beyond basic 
awareness) can be given in these areas with a one- to 
three-day course. However, with a series of integrated 
short courses, sufficient depth appears feasible. 

Timing of classes is also an important aspect of 
program offerings, and respondents were asked to indicate 
their time • preferences for structured degree work (see Table 
IX). "Weekday, late afternoon or evening" was clearly the 
top preference, being chosen by nearly two- thirds of the 
respondents. However, over one-third ^recommended "Saturday 
or Sunday" and about one-quarter felt "one full day or 
alternating weeks" would be desirable. Clearly a number of 
different acceptable time patterns for degree work (and 
possibly , short course work) could be developed. For the 
future, specific detailed formats need to be constructed and 
market tested with human service executives. 

I^iplications : 

If accepted at face value, it would appear that the 
best marketing approach would be to have a series of short 
courses for current managers and^ to offer degree programs 
for those who aspire to management. HoweVer, because of the 
level of knowledge desired by the respondents and the general 
acceptance of advanced degrees in the human services field. 
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two types of short courses might be offered: one type to 
help managers update their skills or to provide some general 
awareness of a particular field (e.g., information systems) 
and a second type designated to be applied to degree efforts. 
This second type of short courses would enable students to 
obtain the academic variety and deprh mentioned by as many 
as desirable. To obtain more precise reactions, it would 
seem that specific offerings need to be discussed in detail 
with representative groups of human services executives. 

4. What changes do respondents want to see in 
current curricula ? 

Respondents were asked to provide thei^ views on 
curriculum changes they would like to see for Associate ' s , 
Bachelor's and Master's degrees. For all three degrees, two 
changes were predominant (see Table VIII), "Include more 
internships/field experience" was recommended by 19% for the 
Associate's degree, by 24% for the Bachelor's degree, and by 
17% for the Master's degree. "Include more management/ 
administration/l«^dership courses'* was recommended by 
increasing proportions for "higher" degrees: 11% for the 
Associate's degree, 22% for- the Bachelor's degree, and 30% 
for the Master's degree. 

On the whole, however, many respondents appeared neutral 
on curriculum changes; they either did not reply to the 
questions or reported that they had "no suggestions" or 
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"could not recommend changes". This neutral reaction 
represented about 40% in the cases of the Bachelor's and 
Master's curriculum and a little over 50% in the case of the 
Associate's degree.- These results may indicate that practicing 
human services professionals are not aware o^ current curricula 

In a related question, the respondents were asked, "For 
a beginning professional in your field not interested in a 
management career, what knowledge should he/she have of the 
concerns (i.e., management problems) listed in question I?" 
(See Table VI for complete results.) It was reported by 40% 
of the sample that these beginning professionals should -have 
an overall knowledge of the raanagement job, processes, and 
concerns, while another 21% mentioned one or more specific 
managen^ient techniques such as "budgeting or personnel practices 
Only 7% of the sample reported that beginning professionals 
need no knowledge of the managerial area. 

Implications ; 

For curriculum development guidance, the study 
presents a clear and consistent picture - human services 
professionals need to know more about management. This 
includes both human services professionals who want management 
careers and those who will spend their careers in line work. 
Consequently, both new curricula and established curricula 
should be examined to determine whether they provide enough 
understanding of management problems. When the data from 
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Tables VI and VIII are viewed in relation to ^he management 
problems covered in Table I, all conclusions appear to 
reiterate the growing interest in human services management. 
The call for more internships and field experience is somewhat 
puzzling since many human services fields already require 
this type of educational experience. Perhaps this recommendation 
nes^ds further investigation to determine what prompted it 

iff 

and what Jit means. 

/ 

M 

5. What obstacles do human services personnel 

face in acquiring management education ? 
Respondents were asked several questions about problems 

they might face in seeking more management education. The 

< 

results are reported in Tables IV and V. 

As might be expected, time and financial constraints 
were the major problems reported. A little under 40% of the 
sample indicated that financial resources would be a concern. 
Over two-thirds (69%) reported a time constraint. Only 
three percent indicated that they might not have the motivation 
or -energy to pursue additional work. 

In the case situations used in the questionnaire, the 
problems of time and financi^ti^ constraints also were quite 
predominant, ranging from 33% to 39%. Only five of the 
respondents (3%) indicated that they would have no personal 
or job related concerns in pursuing further education. } 

About 10% of the sample indicated that travel time to 
classes would present a problem, and these replies, -^m 
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general, came from respondents outside the Rochester Metropolitan 
Area. These results indicate that geographic mobility in 
this region may not be a significant restraint in acquiring 
more professional education. However, this variable should 
not be treated lightly. 

In an attempt to understand the financial problems the 
respondents might face in obtaining more management education, 
the study asked, "To complete such a program, where might 
one like yourself find the financial resources to meet ' 
tuition and other educational costs?" A little over half 
of the group (51%) replied thaj: they would have to rely^ 
partially or totally on their own financial resources such 
as savings or loans. Another 29% indicated that they would 
need financial aid from scholarships, stipends, grants, etc. 

The potential for financial support from employers 
seemed to be modest. About 23% of the sample made statements 
indicating some employer financial aid was certain.. Another 
14% indicated that their employers may be of financial 
assistance. A third group , 12% of the sample, was uncertain 
where they could obtain the financial support. Only one 
person indicated that finding the financial resource was not -\ 
a problem, but he/she was quick to point out that this was 
because of additional income which was being earned by a 
spouse! 
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Implications ; 



The time and financial problems raised by the respondents 
are ^significant limitations for potential program enrollments. 
They would appear to be of even greater concern since the 
management courses or degrees being investigated are not 
required for professional standing in many human service 
fields and since one can often function in a management 
position without a coll6giate management background. 



However, it must bp remembered that the pressxifes on 
human services managers are new and growing at an accelerating 



pace every year. It seems probable that these environmental 
pressures will motivate current managers to seek every 
practical avenue to help alleviate these pressures. Since 
further education clearly is considered one such practical 
avenue, individuals in the future organizations may be more 
willing to invest in management education (as long as it 
demonstrates its value in developing more effectively managed 
organizations) . 

To move in this direction, it would seem appropriate 
for an educational institute to consider seeking funding 



from a foundation or government agency for a demonstration 
grant to provide financial aid to a group of human services 
executives. The education outcomes could be measxired in 



terms of improved managerial efficiency in the organizations 
represented by the graduates. Assuming the program to be of 
value, these executives would then serve as new role models 
for- younger personnel who want to pursue human services 
management careers . 
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Similarly, there are ways of providing the program at 
attractive times. Serious as these time and financial 
constraints are, they can ^be overcome with creative program 
arrangenjf^nts. What needs to be deraons crated clearly to 
overcome these time ancl financial constraints is tl-iat with 
management education, human services executives can more 
efficiently manage their organizations. 

/ 

6 • For the future, do the respondents see 

possib le shortages of human service *^ ][ 
personnel ? 

To assess thf^ cowing employment picture for human 
services personnel, the respondents were asked, "For the next 5- 
10 years , how difficult will it be to recruit college educated 
personnel for your field?" Provisions were made for responding 
separately for t|}iose educated at the Associate's, Bachelor's 
and Master's levels. Reactions to this question are provide? 
in Table VII-. 

In general, about two- thirds of the respondents anticipated 
no difficulty in employing pjersonnel^^at the Associate's or 
Bachelor's levels. About 40% indicated that they anticipated 
no difficulty recruiting at the Master's level. However, 
another group of approxima^tely 40% did anticipate difficulty, 
^nd 'about' one-tj).4rd of them indicated that the difficulty 
would be due to the inability of their organization to pay 
salaries required by persons holding Master's degrees. This 
reasoning may also have been the base for th^ rest who 
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reported that recruitment of Master's degree personnel will'^ * 
be "difficult/very difficult" (18%) or encounter "some 
difficulty" (7%) . 

In general, it would seem that colleges and universities 
are supplying a good flow of personnel at the Associate's • - 
and Bachelor's degrefe levels. At the Master's level, the 
Picture appear^ to be mixed, and the recruitment problem in 
the opinion of the respondents will likely depend on the 
specializations needed and the ability of the organization 
to pay a competitive salary. 

If these conclusions are related to other findings in 

\ 

the study about the need for better management in human ^ 
services organizations, one can infer that there will likely 
be sufficient numbers of personnel available in most areas 
but that the missing ingredient will be personnel with 
higher levels of management skills and understandings. For 
those who want to continue in line careers, developing an 
appreciation of management problems will likely be a necessity. 
(See Table VI. ) 

Implications ; 

In general, there appear to be no overriding concerns 
about obtaining the needed professionals to provide organization 
line services. What will likely be needed are managerial 
professionals who must make certain that the services are 
delivered ir* efficient and productive modes. 
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7. Waftre there any major differences in the 

replies when answers cire evaluated in terms 
of organization budget size ? ^ 
When organizations above the median budget ($651,516) 
were compared with those below this budget level, differences 
were noted in several sets of data, but each of these differences 
could be rationally explained.. For example, 53% of large 
organizations viewed "Handling formal labor negotiations" as 
an increasing concern while only 13% of the smaller organizations 
felt this would be an increasing concern. This is understandable 
when one considers that larger organizations presumably 
would be more prone to union organization than would smaller 
ones. 

In relation to educational problems, 81% of the larger 
organizations felt that time constraints would be a major 
limitation to enrolling in a degree program while 56% was 
the figure reported for the smaller organizations. More 
managers in large organizations seem to feel a tight time 
constraint since increasing organizational size tends to 
lead to less flexibility. On the other handj^ about: one- 
third of the respondents from large organizations indicated 
that the ' employer will help" the student financially while 
only 14% of the respondents from smaller organizations fell 
•into this category. This tends to support an observation 
that the large organization would more likely have more 
traditions in financially supporting educational activities'. 
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On some issues, the two groups coincided well. 
Proportionally, both seemed to agree on the level of difficulty 
to be enountered in recruiting various professionals in the 
next five to ten years, i.e., sorpe difficulty at the Master^s 
level but relatively little difficulty at the Associate's 
and Bachelor'-s levels. 

The various comparisons between the two groups teijid 'to 
indicate that larger organizations anticipate more intense 
managerial problems and a growing need for managarially 
oriented personnel to handle these problems*. The small 
organizations also seem to need this help, but do not place 
as great a priority on it. These outcomes have general face - 
validity, as managerial difficulties tend to grow with 
organizational size. Very simply, the "personal touch" is 
harder to maintain with larger groups. 

Implications : 

The fact that the larger hximan services organizations 
indicate stronger managerial needs should bode well for 
possible student numbers in any human services graduate 
programs because these organizations tend to have more 
managers who might desire educational opportunities, and the 
organizations may be more likely to be. headed by executives 
with high level managerial orientations* Consequently, they 
may be in better positions to urge their people to obtain 
more management education and to help them meet the costs 
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of such education. The situation seems to be analogous to 
that of industry where large firms tend to be the major 
source of part-time students in current management programs. 



8 . Based on the questionnaire inforration , 

is there a potential for RIT to Bnter the 
field of human services management education ? 

From the data obtained in the study, it is estimated 
that if RIT were to offer a Master's degree in human services 
management/ it could quickly enroll between 100 and 180 
part-time students, assuming that hurnan services executives 
consider the curriculum to be viable. ^ 

Those figures are based upon the following assumptions 
developed from the study data. 

v' 

1. Abdut 600 human services organizations 



(J 



(covered by the study definition) exist in the 

regions covered by the study. 
2. The average human services orc/anization 

employs 26 people, typi :<^1 cf the r^pon;'ients of 

this study . 

2^ A span of managerial control for each 

"average organization" is 1:7, i.e., each 

C 

manager has seven line workers reporting ^to him or 



her. This is a conservative ratio and provides a 
basis of 3.7 managerial personnel each organization. 

These assuiiiptions lead to the follov;ing estimates: 

1. Maximum nur.ber of poter.tia.l graduate students = 

(# of Orgs.) x (# of Mgrs c Each) = 600 x 3.7 = 2,220 
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2. Assuming; conservatively, that less than 10% would 

reqis te/ for a "manageiiient type" Master's degree, . 

and selecting 7% to 8% as subjective estimates , 

enrollment projections range from 154 to 17 8 

. (2, 220 Maximum x .07 & . 08) . 

It is important to reemphasize that all of the above 

estimates are highly conservative and have cautiously considered 

the^ facts that some personnel already have business/management/ 
\ 

economics degrees, that time and financial constraints will 
deter many, that often there is a difference between what 

people say they will do and they actually do, ere. 

1 

Assumxng that about 3% of the total pool of 2,220 
managers changes each year, and that these people desire 
further management education, we can estimate a student 
replenishment figure ok about 6 0 students. This would 
easily k&ep the enrollment at the level of 150-180 part-time 
students for some years. This assumption conservatively 
provided for no increased interest in human services management 
education. But leased on the results of this study and other 
literature, it is likely that interest in such education 
will incr)6j^se. 

An5Z)thG^4: way to estimate the student potential would be 
to assiime that the 70% who mentioned the MBA degree as 
desirable (Table III) represent the total number interested 
in a human services managemf^nt degree. This provides a 
figure of 1,554 (.70 X 2^220) . Dr. John Burns, Director of 
the RIT MBA Program, reports from his understanding of 
national statistics that it is reasonabl(§ to assume that 7%- 
8% of persons expressing interest in a graduate program 
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'Would finally register for that program. Similarly, according 
to admissions figures provided by Mr. Louis Guard, RIT 
re^sters 10% of all those whb inquire about programs. 
Under this approach, one could project between 109 and 124 
part-time students (1,554 x .07 & .08), This estimate is 
smaller than the 154 to 178 projected by the other method, 
but both predict significant enrollments. 

For years beyond the initial stages of program introduction, 
it would seem that traditional full-time graduate students 
(ages 22-24) could be enrolled into the program. This 
prospect could be developed as the first group of graduates 
begins to serve as rold^ models • At present, there are very 
few of these models because human services managers traditionally 
develop careers through on-the-job experience after some 
"^y^ears as line professionals. Collegiate students, (ages 18- 
22) , traditionally have not opened up their vistas to the 
potentials of becoming hurnan services managers. Hopefully, 
as they interact with persop^t who have undergraduate degrees 
in humJ^i services professional skill fields (e.g., counseling) 
and graduate degrees in management, they will see the full 
benefit of merging these backgrounds. 

What impact this movement might have on undergraduate 
programs is hard to determine at this time because of the 
need for an undergraduate academic grounding and field 
experience in professional skill areas. 
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IV. STUDY LIMITATIONS 
Every research study has a set of limitations that the 
reader should consider in evaluating the results. Following 
are the major items to keep in perspective for this project: 

1. A sampling of nonrespondents was not interviewed 
to determine whether >t^iere ^as a difference between the 
respondents and nonrespondents. However, the results from 
the interviews conducted by the Human Services Study Group 
were highly congruent with those of the mail questionnaire. 
In addition, the general tenor of the literature reviews 
also were congruent with study findings. Consequently, one 
can comfortably (although not certainly) conclude that 
nonrespondents were similar to respondents. 

2. It was clear that some of the mailing lists utilized 
were not as complete as one might hope. It is estimated 

^ that some public organizations (e.g., county youth bureaus) 
were omitted in several locations. 

3. Since the questionnaire originated from a business 
school, the respondents might have been positively disposed 
to provide answers that would emphasize the management 
function, i.e., operation of the halo affect. However, the 
ACTION Study mentioned previously also developed similar 
findings, and its data collection originated from a behavioral 
research organization. In addition, the Human Services 

Study Group, composed of people from six disciplines, developed 
similar findings*. 
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4. The mail questionnaire was unusually long and the 
fatigue factor may have affected the consideration given to 
some answers. 

5. Data were evaluated on'^^iiN^descriptive basis and 
tests of significant differences weTre not employed. 

Overall, the limitations of the study would not seem to ^ 
significantly affect the re.sults of the study and the 
implications RIT can draw from them. 

V. SOME OBSERVATIONS 
In conducting any research project, an investigator 
makes observations which can not be included ^ the main 

r 

body of the report because data were not developed to siibstatntiate 
them. This section contains this investigator's observations 
in two areas. One is the process by which this study was 
condudjted, and the other relates to some reactions to the 
human services management environment. 

The process of this study has been quite different from 
those developed for other RIT program investigations. In 
the past, the usual process has been to identify possible 
areas for curriculum growth and then ta determine whether 
there were or will be sufficient jobs for graduates. Data 
gathered has been from employer needs, labor projections and , 
current labor demands . 

Although some of these approaches have been utilized 
here, »the main thrust has been to determine whether management 



activities were a problem area for human services executives 
and whether more management education was needed to help 
solve these problems. In other words, the emphasis was or\. 
curriculum development to aid in problem solution rather 
than curriculum development to fill an occupational role. 
Consequently, the primary objective was to determine whether 
incumbent human services executives envisioned management 
problems and their solutions as priority areas and whether 
management education was one aid to solving these problems. 
^ If the traditional approach had been utilized the need 
might not have been uncovered. It is true that the number 
of human services organizations will probal5lx^jU5t grow and 
tha^ smaller- organizations will be merged or combined. It 
is also true that the number of human services managers will 
not grow because of the constriction in budget and agency 
size. However, what this does not indicate (and what has 
been reported here) is that the educational need is based 
not on growing' numbers of managers but on the public demand 
for increasing quality of management. ^-Iso, because this 
survey relied on actual potential students and student 
"inf luentials" (rather than on simply counting the number of 
job openings that would be appropriate for graduates) the 
projected enrollment figures are hopefully closer to true 
demand; they are based not on mere potential demand for 
graduates, but rather on expressed need for program. 
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In regard to the human services environment, a pleasing 
observation has been that the managers who have responded to 
the mail questionnaire seem to accept the fact that the 
business management model can also be adapted to the human 
services environment. As a result, they seem to be eager to 
examine the possibilities of applying "business philosophies 
and techniques" to the problems of human services management. 
This attitude i^ quite in contrast to the past where many 
have considered human services activities as being "unmeasureO^le" 
and being completely different from profit centered activities. 
This new viewpoint opens up many possibilities 'for RIT to 
make significant educational contributions to the solutions 
of human services management concerns. 
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I. 15 
2.30 

II. 60 



17»i. 
17**. 

17»i. 



119. 
81. 

71. 

60, 



68.39 
ii6.55 

ho. no 



31. ^1 



69. 

88. 
100. 



^7.82 
39.66 



50.57 

?7''«7 



3. 

3. 

12. 
8. 



1.72 

1.72 

6.90 
ii.6o 



11. 

9. 

2. 
3. 



6,32 

5.17 

1.15 
1.72 



30. 
12. 
1. 



5.T5 17»i. 
6.90 17**. 



.57 

1J2 



I7I1. 
17H. 



27.01 93. 53. ••5 2I1. 

hi. 95 67. 38.51 6. 

32.16 30. 17.2li 1. 

59.77 56. 32.18 7. 



13.79 8. 
3.N5 18. 
.57 55. 



V. 
W. 



Revising ft evaluating ongoing program 
Coordinating Joint progrnm»(s) with 
other BgenclcR 

Cosmunioat Ing agency mlssJon/lmage 
to the community 
_p eveloplnn funding, jroposnis 



71. 

90. 

03. 
89. 



Preparing wrl^tten materials (e.g., 
brochures) for all conatituents , cliehtj 
toarda\ government- per 0 on n el • etc. 

Developing long range plana 

W(«rklng with i^hyslcal planning, real 

estste clianges 

Undcrstajtdlng lef^al Implications 
of governmental regulations 



'•0.80 
51.72 
h7.70 



91. 

65. 

76. 
66. 



52.30 

37.36 

I13.68 
37.93 



li.02 

t:6o" 



II.60 

10. 3h 
31.61 

2.30 



10. 
32. 



1.15 I7H. 
5.75 17h. 
18.39 17b^ 



Ih. 

« 

12. 



8.05 

6.90 
2.87 



1. 

3. 

1. 
9. 



.57 
1.72 

.57 
5.17 




100.00 
100.00 
100.00 
100.00 



100.00 

100.00 

100.00 
100.00 



100.00 

100.00 
100.00 



3._ 1.72 17h. 100.00 
"3. 1.72 17h. 100.00 



100.00 

100.00 

100.00 
100.00 



f 

71. 


ho.fto 


86. 


h9M 


9. 


5.17 


h. 


2.30 




2.30 


17h. 


100.00 


102. 


58.6? 


60. 


3H.h8 


8. 


I1.60 


2. 


1.15 


2. 


1.15 


17h. 


100.00 


52. 


29.89 


62. 


35.63 


10. 


5.75 


33. 


18.97 


17. 


9.77 




100.00 


123. 


70.69 


36. 


20.69 


h. 


2.30 > 


0. 


I1.60 


3. 


1 .72 


17h. 


100.00 



ERIC 



TABLE II 



CONCERNS WHICH RESPONDENTS REPQRTED 
WOULD "BEST LEND THEMSELVES TO 
COVERAGE -IN SHORT COURSES (1 TO 3 DAYS) 







RESPONDENTS 


MENTIONING 






# 


%(a) / 


A. 


Obtain qualified board personnel 


33 


24.3 


B. 


Handling day-to-day administrative 








operations (e.g., building znaintencince) 


26 


19.1 


C. 


Developing Management Information 








Systems to get better data. 


56 


41.2 


D. 


Chcmging the agency orgemization 








structure to get better managemeivt 
accountability 


46 


33.8 


E. 
F. 


Developing agency program plcuis 
Developing better accounting/book- 


28 


20.5 




keeping systems & internal controls 


45' 


33.1 


G. 


Hcuidling overall audits for goVt. 








funding 


27 


19.9 


H. 


Developing better finsmcial fore- 








casts for future planning 


55 


40.4 


I. 


Developing more alternatives for 




- 




fund raising ^ 


72 


52.9 


J. 


Handling insurcuice cuid liability 








programs 


39 


28.7 


K. 


Improving personnel practices- such 








as performcuice appraisal 


61 


44.9 


L. 


Training new cuid veteran personnel 


26 


19.1 


M. 


Recruitment of new direct service 








^personnel i 
Mcuiaging & revising benefit packages 


15 


11.0 


N. 


37 


27.2 


0. 


Handling formal laUbor negotiations 


32 


23.5 


P. 


Designing new programs which meet 
increasing standards of accountability 


47 


34.6 


Q. 


Revising & evaluating ongoing programs 


48 


35.3 


R* 


Coordinating joint program(s) with 
other agencies 


40 


29.4 


S. 


Communicating agency mission/image 
to the community 


61 


44.9 


T. 


Developing funding proposals 


51 


37.5 


U. 


Prepenring written materials (e.g., 
brochures) for all constituents, 
clients, boar4s, government personnel, 








etc. 


40 


29.4 


V. 

w. 


Developing long remge plcuis 
Working with physical planning, 
re^l estate changes 


45 

■ 14 


33.1 
10.3 


X. 


Understamding legal implications 
of governmental regulations 


60 


44.1 




No Reply to the Question. 


38 





(a). % BASED ON 136 RESPONDENTS 



TABLE III 



MASTERS DEGREE PRCK;RAM(S) DESIRED 
TO HELP SOLVE INCREASING MANAGEMENT PROBLEMS 



TYPE AND FORMAT DESIRED 



Master of Business Administration (MBA) 

Study of management principles applicable 
to all types of organizations . 

Master of Social Work (MSW) 

Study of casework r 'group work, community 
organization, social policy analysis, 
social work management, etc. 

Master of Public Administration (MPA) 

Study of piiblic policy and delivery of 
governmental services in a context of 
modem management principles. 

Master of Hospital Administration (MHA) 

Study of nature/interrelationships 
among elements of modern health network 
y as guided by government! policy . 



Master of Public H^Vth (MPH) 

] 

Study of management and delivery of 
health services in a fluctuating framework 
of governmental policy. 

bther 

No Reply to question 



FULL-TIME , 

# % 
^TI 12.64 



10.92 



10 5.75 

J 

8 4.60 



4 2.30 



4 2.30 
14 8.05 



PART-TIME 

# % 
lUff 62.07 



49 28.16 



70 40.23 



17 9.77 



32 18.39 



16 9.20 



DOES NOT TOTAL 100% BECAUSE OF MULTIPLE RESPONSES. 



TOTAL 

# ■ % 
n7 70-11 



60 34.48 



76 43.68 



24 13.79 



36 20.69 



17 9.77 



EKLC 



TABLE IV 

PERSONAL AND JOB RELATED CONCERNS 
RELATING TO ENROLLING IN DEGREE PROGRAM 



44 



CONCERNS 

1. Time Constraints 

2. Finsmcial Constraints 

3. Don't have motivation/energy 

4. Travel time to classes 

5. Conflict of theory smd actual practice 

6. Specific personal/ job concerns reported 

eg. ^ public speaking, developing 
fading proposals* 

7. No personal/job related concerns 

8. No reply to question 

9. Other 



RESPONDENTS REPORTING 
# % 

120 

67 

5 

17 

11 



7 
5 
19 
16 



68.97 
38.51 
2.87 
9.77 
6.32 

4.02 
2.87 
10.92 
9.20 



DOES. NOT TOTAL 100% BECAUSE OF MULTIPLE RESPONSES- 



52 



45. 



TABLE V 



RESPONDENTS' FINANCIAL SOURCES 
TO MEET EDUCATIONAL COSTS 



SOURCES 

1. Financial resources not a problem. 

2. Employer may help. 

3. Qnployer will help. 

4 , Personal resources/loans/savings . 

5, Need scholarships/stipends /gramts/ 

fellowships, 

6, Uncertain where one could locate ' 

financial resources. 

7, No ^eply to question. 

8 . Other 



RESPONDENTS REPORJrtNG 



4f 



# 

1 

"24 
40 
89 

51 

21 

15 
3 



% 



.57 
13.79 
22,99 
51,15 

29.31 

12'. 07 
8,62 
1.72 



DOES NOT TOTAL 100% BECAUSE OF MULTIPLE RESPONSES. 




TABLE VI 

LEVEL OF KNOWLEDGE OF MANAGEMENT PROBLEMS 
BEGINNING SOCIAL SERVICES PROFESSIONALS SHOULD HAVE 



CONCERNS RESPONDENTS REPORTING* 



1. Mentioned specific management techni- 

ques: budgeting/ personnel pr^s^lces, 

etc. • 37 21.26 

2. Overall knowledge of the management job, 

> process and conciims 70 40.23 

3. Varying knowledge depending on agency, . ^ 

mission and person's job 5 2.87 

4. Very little knowledge • 13 7.47 

5. Uncertain as to knowledge needed 4 2.30 

6. No knowledge of the concerns needed 13 7.47 

7. No reply to question 21 12.07 

8. Other 12 6.90 

Total 174 100.0 



TABLE VII 



ANTICIPATED DIFFICULTY IN RE5:rUITING 
PROFESSIONAL PERSONNEL (BY DEGREE LEVEL) 
IN NEXT 5-10 YEARS 



ASSOCIATES LE^/EL RESPONDENTS REPORTING 







# 


% 


1. 


No difficulty 


113 


64.94 


2. 


Some difficulty • 


0 


.00 


3. 


Difficult/Very difficult 


6 


3.45 


4. 


Difficult due to low pay scale \ 


7 


4.02 


5, 


Uncertain of difficulty 


7 


4.02 


6. 


Difficulty depends on area of specialization 


3 


1.72 


7. 


Degree level not employed by orgcinization 


26 


14.94 


8. 


Other ; 


4 


2.30 


9. 


No reply to question 


8 


4.60 




Total 


174 


100 00 




BACHELORS LEVEL 






1 . 


No difficulty \ 


116 


66.67 


2. 


Some difficulty \ 


11 


6.32 


3. 


Difficult /Very difficult > 


7 


4.02 


4. 


Difficult due to low pay scale 


12 


6.90 


5. 


'Uncertain of difficulty 


6 


3.45 


6. 


^Difficulty depends, on area of specialization 


3 


1.72 


7. 


Degree leveJC^ not employed by orgainization 


5 


2.87 


8. 


Other 


5 


2.87 


9. 


No reply to question 


9 • 


5.17 




Total 


174 


100.00 




MASTERS LEVEL 






1 . 


No difficulty 


.73 


41.95 


2. 


Some^ difficulty 


12 


6.90 


3. 


Difficult/Very difficult 


32 


18.39 


4. 


Difficult due to low pay scale 


26 


14. 94 


5. 


Uncertain of difficulty 


6 


3.45 


6. 


Difficulty depends on area of specialization 


3 


1.72 


7. 


Degree level not employed by organization 


^7 


4.02 


8. 


Other 


7 


4.02 


9, 


No reply to question 


8 


4.60 




Total 


174 


100.00 



48. 



TABLE VIII 
CURRICULA CHANGES SUGGESTED BY DEGREE 



ASSOCIATES DEGREE 



1* Include more management/administration/ 

leadership courses 
2. Include rrore material on '•referral process r 
coordination of organizations 
Include more internships/field experiences 



3. 
4, 



RESPONDENTS REPORTING 
# ' % 



Increase interventive courses, e.g., client 
therapist relations 

5. Increase program skill courses 

6. Programs need to be better attuned to 
working reality 



7. Other 

8. No opinion/No changes 

9. No reply to question 

BACHELORS DEGREE 



20 

2 
33 



14 
34 



11.49 

1.15 
18.97 



1.72 
4.02 

5>17 



8.05 
32.18 
19.54 



'A 



1. 


Include more management/administration/ 










leadership courses 


39 


22 


.41 


2. 


Include more material on referral process. 










coordination or organizations 


3 


1 


.72 


3, 


Include more internships/field experierices 


42 


24 


.14 


4. 


Increase interventive courses, e.g., client - 






T 




therapist relation^^ 


5 


2, 


.87 


5. 


Increase program ski^l courses 


9 


5, 


.17 


6. 


Programs need to be .l>etter attuned to 










working reality 1 


13 


7, 


.47 


7. 


Other 


fc 


3. 


.45 


8. 


No opinion /No changes 


34 


19, 


.54 


9. 


No reply to question 


32 


18, 


.39 




MASTERS DEGREE 








1. 


Include more management/administration/ 










leadership courses 


52 


29. 


,89 


2. 


Include more material on referral process. 










coordination of organizations 


3 


1. 


72 


3. 


Include more internships/field experiences' 


29 


16. 


67 


4. 


Increase interventive courses, e.g., client - 










V therapist relations 


3 


1. 


72 


5. 


increase program skill courses 


IG 


5. 


75 


6. 


Programs need to be better attuned to working 










reality 


12 


6. 


90 


7. 


Other ^ 


12 


6. 


90 


8. 


No opinion/No changes 


^4 


19. 


54 


9. 


No reply to question 


32 


18. 


39 



DOES NOT TOTAL 100% BECAUSE OF MULTIPLE RESPONSES. 



ERIC 
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TABLE IX 

BEST TIMES FOR DEGREE STUDY 
AS REPORTED BY RESPONDENTS 



49. 



TliME 

Weekday, late afternoon, or evening 
One full day a week 
One full day on alternating weeks 
Saturday or Sunday 



Summer months 

Other 

No reply 



R^PONPENTS REPORTING 



# 

113 
28 
42 
61 



% 



64.94 
16,0^ 
24.14 
35.06 



30 17.24 
9 5.17 
5 2.87 



DOES NOT TOTAL 100% BECAUSE OF MULTIPLE RESPONSES 



TABLE X 

EDUCATIONAL FORMAT DESIRED FOR 
CURRENTLY EMPLOYED MANAGERS AND POTENTIAL MANAGERS 



DEGREE PROGRAM 
# % 



SHORT COURSES 
# % 



1. Current Managers 

2. Potential Managers 



35 20.11 
103 59.20 



138 79.31 
60 34.48 



DO NOT TOTAL 100% BECAUSE 



.ULTIPLE RESPONSES 



EKLC 
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BASE FOR CASE SITUATIONS 50, 



Several case situations are presented below. We would appreciate 
your reviewing them and answering the questions which follow. Your 
answering these questions will help us gain insights into how you view 
several types of management challenges. 

Ralph Roe is the senior professional executive of a locally 
financed non-profit organization which also receives some governmental 
funding. This organization is under the control of its own Board 
of Directors. Ralph is an experienced executive, and he "began his 
career as a field worker in the 5ame area served by his organization.. 
His academic background (both Bachelor's and Master's) is related to 
his specialized field. . Ralph has no formal training in the administra- 
tive/management/leadership area and describes his modest success in 
handling these concerns as being able to "adjust to the school of 
hard knocks". 

Recently he has encountered some new problems which are described 
below. He is wondering how he can expand his own insights to meet these 
challenges. 



"N. 



55 



51< 



TABLE XI 



y Case Situation I 

Ralph's organization utilizes a large group of operating program volunteers, 
similar to scout leaders or hospital nurses' aides. In recent years, he 
has been faced with increased volunteer turnover and iniensified problems in 
recruiting new volunteers- 



REACTIONS 

I am idcing or have faced a similar 
t^rpe of situation. 

7r.is has not been a typical situation 
for m:/*" organization . 
This has been somewhat a typical 
situation of m^^ organization, 



RESPONgENTS REFOHTIHG 
# % 



This problem could not arise in 
my organization. 
Other.. i 
No reply. 



32 
70 

hi 



18.39 
Uo.23 
23.56 



Ik 

9 
8 



8.05 
5.17 
U.6o 



TOTAL 



17^ 100.00 



ACTIONS 

Hire a consultant . 

Talk to other executives. 

Enroll in a short course on volunteer 

recruitment and retention. 



Enroll^n^a management c ert i f i c at e 
or degree program which would cover 
this problem and other pertinent 
problems . 
Other. 
No reply. 



WHAT SHOULD RALPH DO? 



FIRST CHOICE 

JL 



16 
U6 

65 



9 

28 

10 



9.20 
26. UU 

37.36 



5.17 
16.09 
5.75 



Does not total 



100^ because 



multiple responses. 



SECOND CHOICE 
JL ' J- 



23 
36 

57 



13 
11 

kk 



13.22 
20.69 

32.76 



6.32 
25.29 



CONSTRAINTS /LIMITATIONS 
REASONS 



RESPONDENTS REPORTING 



Ralph may not have time or budget . 
Solution(s) is a short term one and 
will not provide him with depth of info. 
Ralph has no constraints/limitations 

invol ved. '. 

Other. 



-5^ 
11 
21. 



of 



Course or consultant might not 

be available. 30 17. 2U 
Ralph may lack ability to sell agency 

or its goals. 2 1.15 
Ralph may have personality problems, 

not be open to l earning or too insecure. ih 8.05 



31.03' 
6.32 
12.07 



22.99 



Does not total 10055 because of multiple responses and no replies. 
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T^LE XII 



Case Situation II 

Ralph has promoted Helen Dormer from a professional delivering direct service 
to a supervisor. Helen has been a good professtxJnal and in her new position 
will continue^with some direct service duties but now directly supervises two 
other professionals. Helen, who wants to be a supervisor, has never been in 
a leadership or supervisory position before, but Ralph feels she has the 
ability to do the job despite the fact she has no academic supervisory education 
or practical experience. 



REACTIONS 



RESPONDENTS REPORTING 









I am facing or have faced a similar 






type of situation. 


77 


1+1+.25 


This has not been a typical sitxiation 






for my organization. 


36 


20.69 


This has been somewhat a typical situation 




of my organization. 




_26.hk 


This problem could not arise in my 






organization. ^ 


7 


k.02 


Other. 


0 


.00 


No reply. 


0 


.00 


V TOTAL 


171+ 


100.00 



WHAT SHOULD RALPH DO? 



ERIC 



ACTIONS 

Suggest Helen take a short supervisory 
course at a loc^^-^^£6llege_^^gp^^iversity . 
Let her learn through on-the-job 
experience. 

Ehcourage Hel^n to enroll in d manage- 
ment degree program which would coyer 
-this and other pertinent problems. 



FIRST CHOICE 



68 



18 



39-08 



1.15 



10. 3U 



SECOND CHOICE 

59 33.91 
9 5.17 



18 



Have" regularly" sclaeduiecf'taiks with SeTcn ~ T 
about supervisory tecliniques and 

approaches. - 71 ^0-80 

Other. 3 1.72 

No reply. ^ 12 6.90 



56 
U 

ho 



Does not total 100^ because of multiple responses 

CONSTEAINTS /LIMITATIONS 
REASONS 



RESPONDENTS REPORTING 



There ^ay be a time/budget constraint/ 
limitation. 58 
flelen has to be receptive to the approach. 9 
Ralph may lack the ability to help 
because of his own lack of ijianagement 
background . 32 
Helen may need more intensive type(s) 
of training or education. 7 
There are no constraints/limitations 
involved. , 22 

Other . ' 32 



% 

33.33 
5.17 

18.39 
h.02 

12. 6U 
18.39 



Does not total 100^ because of multiple respor^es and no replies 



10. 3U 



32.18 
2.30 
22.99* 



TABLE XIII 
Case Situation III 



53. 



In the past, Ralph has handled finaxacial and budgetary activities with ^relative ease. 
However, in recent years, these inatters have become more involved and Ralph now feels 
there is much he needs to learn about 'this area. 



REACTIONS 



RESPONDETTTS REPORTING 





. # 


% 


I am facing or have faced a similar 






type of situation. 


78 


lili.83 


This has not been a typical situation 






for my organization. 


33 


18. 97 


This has been somewhat a typical 






situation of my organization. 


^6 


This 'f^roblem could not arise in my 






organization. 


li 


2.30 


Other . 


2 


1.15 


No Reply. 


0 


.00 


' , TOTAL 


ITU 


100.00 



ACTIONS 



Consult an accountant as needed. ^ 
Get some help on financial management 
from a board member . 
Take a financial course at a local 
college or university . 



WHAT SHOULD RALPH DO? 
FIRST CHOICE ^ ^COND CHOICE 

2i4.ll4 



57 32.76 
31 17.82 
23 13.22 



li2 
22 
32 



I2.6I4 
18.39 



Enroll in a management program which 
wovild cover this problem and other 
pertinent problems. 
Other . 

No reply. j 



35 20.11 
16 9.20 
12 6.90 



38 
9 

1*3 



21.8I4 

5.17 / 
2l4.7L^ ^ 



^oes not total lOOi? because of multiple responses 
CONSTRAINTS /LIMITATIONS 



REASONS 



RESPONDENTS REPORTING 



There may be a time/budget constraint/ 
limitation . 63 
More depth of knowledge may be needed. 7 
A good accountant or financial course 
m ay not be available . 17 



% 

36.21 
li.02 

9.77 



The re are no constraint /limitat ions 
involved. 23 13.22 

Other. 3I* 19.51* 



Does not. total 100^ because of multiple responses and , no replies 
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TABLE XIV 



54. 



Case Situation IV 

Jim Rove is one of Ralph's young supervisors. Ralph feels Jim has good potential' 
for becoming an executive. Recently, Jim has asked Ralph's advice related- to what 
he should do about fvirther formal education so that he can be ready 'to assume an 
executive's position in 3-5 years. At the present time, Jim holds, a master's 
degree in his- specialized field but has no formal educational background in manage- 
ment of allied areas. 



REACTIONS 



RESPONDENTS REPORTING 



% 



It is typical for ygtanger people who 
want to enter management in c\ir 
organization . 

It is not very typical as younger 
people ^em to have the necessary 
academic management background when 
they enter ah organization. 
This situation could not arise in our 
ganization . 



an 

oti 



:her . 
No reply . 



105 60.3^ 



17 



25 



15 
1 



9.77 
lU.37 



8.62 
.57 

100.0.0 



TOTAL 



WHAT SHOULD JIM DO? 



ACTIONS 

Jim do some reading on management on 
his own . 

Jim take a short course on management 
Jim enter a Master of Business . 
A dministration P ro gram. 



FIRST CHOICE 

23 13.22 
56 32.18 

56 32.18 



SECOND CHOICE 



20 
55 

28 



Jim talk with other agency executives 

and learn how they handle administration. 8 U.60 

Other. 12 6.90 

No reply. ^ 1? 10.92 



20 
8 

62 



11. U9- 
31.61 ' 

16.09 



11. U9 
U.60 
35.63 



Does not total 100% because of multiple responses 
CONSTRAINTS/LIMITATIONS . 



REASONS 



RESPONDEITO REPORTING 



There may be a time/budget constraints/ 




A 


limitation . 


68 


39.08 


There are no constraint/iiirfitations 






involved . 


19 


10.92 


Jim's personal motivation may be a 






problem . 


11 


6.32 


Program(s) may not be available. 


13 




Other . 


31 


17'62 


Does not total 10Q% because of multiple 


responses and no replies 
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TABLE XV 



55. 



NU!^ER OF FULL-TIME PEOPLE EMPLOYED BY RESPONDING ORGANIZATIONS 



NUMBER EMPLOYED 

1-10 
11 - 25 
26 - 50 
51 - 100 



101 - 200 
201 - 500 
501 - & up 
Not Reported 

TOTAL T 



RESPONDENTS REPORTING 
# ? 



hi 
35 
23 
20 



20 
.10 
10 
9 



27.01 
20.11 
13.22 
3.1. U9 
11.1+9 
5.75 
5.75 
5.17 



17^ 100.00 



TABLE XVI 

1977 OPERATING INCOME FROM ALL SOURCES 
INCOME RANGE RESPONDENTS REPO RTING 





# 


• % 


up to $ 50,000 


8 


U.6o 


50, 001 to 70,000 


U 


2.30 


70,001 to 100,000 


10 


5.75 


100,001 t0 500,000 


53 


30. U6 


500,001 to 1,000,000 


19 


10.92 


1,000,001 to 2,000,000 


20 


11. U9 


2,000,001 to 3,000,000 


lU 


8.05 


3,000,001 to U, 000, 000 


u 


2.30 


U, 000, 001 to 5,000,000 


' 3 


1.72 


5,000,001 to & Above 


l6 


9.20 


Not Reported 


23 


13.22 


TOTAL 


17U 


100.00 




TABLE XVII 




- ■ AGES 


OF RESPONDENTS 




AGE RANGES 


RESPONDENTS REPORTING 






a/ 


20 - 29 


19 


10.92 


30 - 39 


U8 


27.59 


UO - U9 


UU 


25.29 


50 - 59 


U7 


27.01 


60 and above 


12 


6.90 


No reply 


!+ 


2.30 


TOTAL 


17U 


100.00 
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TABLE X^/III 



HIGHEST DEGRSE HELD BY RESPONDENT BY FIELD CF STUDY 

RESPONDENTS REPORTING 











12 


6.90 


< 






FIELD OF STUDY 






Business/Management/Economics 


2 


1.15 


Public Administration 


0 


.00 


Social Wo^k^Sociol^gy/Counseling 


0 


. 00 


Social Science 


0 


. 00 


rriysi.ccij. ocience 


u 


. 00 


wQucauxon 


0 


. 00 


w V X i A X U jr / X X ^ X Vj 1 1 


u 


. uo 


w un^ X 


1 


.57 


Total 


■3 


1. 72 


HTr;4FQT ^vrr>rv urrn. BACHELOR'S DEGREE 






rlLLiU Ur bTUDY 






Business/Management/Economics 


11 


6. 32 


Pxablic Administration 


0 


.00 


Social Work/Sociology /Counseling 


11 


6.32 


Social Science 


14 


8.05 


Physical Science 


2 


1.15 


Education 


13 


7.47 


Divinity /Religion 


1 


.57 


Other 


4 


2.30 


Total 


56 


32.18 



HIGHEST DEGREE HELD: MASTER'S DEGREE 
FIELD OF STUDY 

Business/Management/Economics 11 6. 32 

Public Administration 11 6.32 

^ Social Work/Sociology /Counseling ' 45 25.86 

Soeial Science 3 1 72 

Physical Science '0 ' 10 

Education 16 9.^0 

Divinity /Religion 3 1. 

Other _4 2. V 

Total 93 53.44 

HIGHEST DEGREE HgLD; DOCTORATE, . ^ 

FIELD OF STUDY j 

Business/Management/Economics f 0 * ^ . ! 

Public Administration ^ 1 ^ .:^7 

Social Work/Sociology /Counseling 3 >1. 

Social Science 0 . Ou 

Physical Science 1 .b7 

Education \ ^ ' ^3 1.72 

Divinity /Religion ' 0 .00 

Other _2 1 . ^5 

Total 10 5.73 

\ 




Center for 

Management 

Study 



College of Business 
Rochester Institute of Technology 
Rochester, New York 14623 
716-475-2287 



APPENDIX A 



Human Services Executives are facing new managerial challenges 

every year. Organizations are becoming larger and are 

facing planning problems that seem to multiply constantly. 

In addition, increased costs are becoming mandated by government, 

and society in general is requiring increased human services 

accountability. 

To help Executives like you, these challenges are currently 
being researched by the RIT College of Business Faculty, as 
part of what will likely be a nationwide study. The objective 
of this work is to determine the types of degree and nondegree 
programs needed by human services personnel to meet tHe 
m anagerial problems which have been developing in the past 
few years. 

As a first step in this process, we need to gather some 
basic information about your personal perceptiorys of the 
challenges ahead and your assessment of educational needs in 
^ur geographic region. / 



You can help us in this research effort by completing the 
enclosed questionnaire. Although it appears extensive, 
pretesting indicates that it should not take more than 15 
minutes to complete . The information you can pre vide wiTl 
help us to aid you and your Humar. Services Colleagues in the 
near, future. ' 

May we hay^^our reply by April 5th ? 

We are enfclosing a stamped envelope for your convenience. 
Cordially, 



Eugene H. Fram 
Professor of Marketing 
Director*. CMS 





EHF/hd 



Questionnaire on 
Human Service Management 



■leturn to: From: 



Dr. E. Fram Organization: 
College of Busin^^ss 

Rochester Institute City/Town: 

of Technology 

Rochester, New York Completed by: 



Most people involved with human services organizations agree that 
governmental and private charitable dollars will become more difficult 
to obtain in the coming years. This funding problem will increase 
the challenges of operating an agency such as the one you head. 

To help us better understand what may happen, would you please 
in^i'^ate whether you feel the problems involved with managing each 

'ollowing operational concerns will increase, remain the same , 
-le . Some items may not relate (NR) to your work, or you 
n o opinion (No. Op.) on them. 

^^AL CONCERNS 

. FOR EACH ITEM 
PLEASE CHECK (✓)' ONE 



PROBLEMS INVOLV E D WILL : 
INCR. SAME DE NO.OP,/NR 

A. Obtaining qualified board personnel 

B. Handling day-to-day administrative 

operations (e.g., building maintenance) 

C Developing Management Information ) 

Systems to get better data. ' ^ 

D. Changing the agency organization 

structure to get better management 

accountability 



E. Developing agency program plans 

F. Developing better accounting/book- 
keeping systems & internal controls 

G. Handling overall audits for gov't. 
• funding ' 

H. . Developing better financial fore- 

casts for future planning 



I. Developing more alternatives fo^ 

fund raising 
J. Handling insurance and liability 

programs 

K. Improving personnel practices ^such 

as performance appraisal 
L. Training new and veteran personnel 



M. Recruitment of new direct sejpvice 

personnel ^ ' 

N. Managin'j revising benefit packages 

er|c ' 



1. 



PROBLEMS INVOLVED WILL ; 
INCR> SAME DECL, NO,0P,/NR 

0, Handling formal labor negotiations ^ , , 

Designing new programs which will meet 

increasing standards of accountability 

Q. Revising evaluating ongoing program 

R. Coordinating joint program (s) with 

other agencies ^ " 



S. Communicating agency mission/image 

to the community _ 

T- Developing funding proposals _ 

U. Preparing written materials (e.g., 

brochures) f or ^all constituents, clients, 
boards, government personnel, etc. _ 

V. Developing long range, plans 



Working with physical planning, 
real estate changes 
X. Understanding legal implications 
and governmental regulations 



II Please circle letters of items in question I which would best lend 

tiemlllves to ij^FTTourses (one to 3 days of instruction) to help 
improve Executives ' managerial skills , 

desire a full or part-time program. Full-ti me Part-time 

Mas ter of Business Adminis tration (MBA) 1- 

• study of management principles applicable 

to all types of organizations. 

Master of Social Work (MSW) 

Study of casework, group work, community 

organization, social policy ana4.ysis, 
sc>cial work management, etc. 

Master o f Public Administra tion CMPA) 

■ Study of public policy and delivery of 

governmental services in a context of 
modern management principles. 

Master of Hospital Admini stration (MHA) 

Study of nature/mterreiationships 

among- elements of modern health network 
as guided by government policy 

M:. cf^r- nf Public Heal th (MPH) ^ ^ 

Study oi management & -delivery of health 

services in a fluctuating framework of 

• governmental policy i 

Other (please specify)___ ^ — 



3, 

IV. If you'were to decide to enroll in one of the above programs /what 
might be some of the personal or job related concerns you might have 
to overcome? 



V. To complete such a program, where might one like yourself find the 
financial resources to meet tuition and other educational costs? 



VI. For a b eginning professional in your field not interested in a 

management career , what knowledge should he/she have of the concerns 
listed in question I? 



VII. For the next 5-10 years ^ how difficult will it be to recruit 
college educated personnel for your field? 



Those educated at the Associates Level? 



Those educated at the Bachelors Level? 



Those educated at the Masters Level? 
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.For each the following degrees in your field, what changes do 
you think colleges and universities need to make in curricula to 
better prepare students for entry positions and for advancement ? 

Associate's D"gree_ 



Bachelor's Degree 



Master's Degree 



If you were to enroll in a degree program :.o improve your manageria 
skills, which of the following t^^ineCs) for study would best meet 
your needs? 

Weekday, late afternoon, or ev^j-.ing 

One full day a week 

One full day on alternating weeks ^ 

Saturday or Sunday . 

Summer months ^ 

Other (please specify) 



To help improve managerial skills in the human services area, which 
of the following approaches to education would seem desirable for 
current managers and "for professionals who a'fepire to management? 

Degree Short Courses 
Programs Up to 3 Days 

Current Managers 



Professionals Who Aspire to Management 



Can you briefly give the reason (s) for your choice (s) ^ 



5. 



OPINIONS ON 
CASE SITUATIONS 

Several case situations are presented below. We would appreciate 
your reviewing them and answering the questions which follow. ¥our 
answering these questions will help, gain insights into how ycj. 
view several types of management challenges. 

4 

it it * it it it 

Ralph Roe is the senior professx^nal executive of a locc-?Ily 
financed non-profit organization which also receives some government Jil 
funalng- This organization is under the control of its o :n -oarcl 
of Directors- Ralph is an experienced executive, and he oev'-n hih 
career as a field worker in the same area Served by his org . :i Eatj.on . 
His academic background (both Bachelor's and Master *s) is ro'sr.ed to 
his specialized field- Ralph has no formal training in the - ..r.^inistra- 
tive/management/leadership area and describes his modest success in 
handling these concerns as being able to "adjust to the ''onool cf 
hard knocks" . 

Recently he has encountered sor.a new problems which are described 
below- He is wo-^dering how he can expand his own insights to meet these 
challenges - 

it it it it it it 

Case Situaf-ion I 

Ralph'' s organizatioii 'utilizes a large group of operating program 
volunteers, similar to scout leaders or hospital nurses' aides- In 
recent years, he has been faced with increased volunteer turnover 
and intensified problems in recruiting new volunteers. 

How Representative Is This Situation Of Your Own Organization ? 

I am facing or have faced a similar type of situation. 

This has not been a typical situation for my organization - 

This has been somewhat a typical situation of my organization 

This problem could not arise in my organization- 

Other (please specify) 



To help obtain new insights into solving this problem, Ralph should: 

(Please select your t* o top choices, placing "I'' before your first 
choice and "II" before your second choice) . 

hire a consultant".- 

talk to other executives - 

enroll in a short course on volunteer recruitment 
and retention- 

_ _ enroll in a management certificate or degree program which 

would cover this problem and other pertinent problems. 
other (please specify) 
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What do you see as Ralph's constraints/limitations in taking the 
course of action(s) you selected: 



Case Situation II 

Ralph has promoted iielen Dormer from a professional delivering 
direct service to a supervisor. Helen has been a good professional 
.and in her new position will continue with some direct service duties 
buc: now directly supervises two other prof f^ssionals . Helen, who wants 
to be a supervisor, has never been in a leadership or supervisory 
position before, but Ralph feels she has the ability to do the job 
despite the fact she has had no academic supervisory education or 
practical experience. 

How Representative Is Thii^- Situation Of Your, Own Organization ? 

I am facing or have faced a similar type. of situation, 

in promoting direct service professional to supervisor. 

This has not been a typical situation for my organization. 

This has been somewhat a typical situation of my organization 

^^^[^ This problem could not arise in my organization. 
Other (please specify) 



To help Helen Dormer in this situation, Ralph should: (Please select 
your two top choices, placing "I" before your first choice and "II" 
before your second choice) . 

suggest Helen take a shor supervisory course at a 
: local college or univer:-xty 

let her learn totally through on-the-job experience 

encourage Helen to enroll" in a management degree program 

which would cover this & other pertinent problems 

have regularly scheduled talks with Helen about supervisory 

techniques and approaches 
Other (ple^ise specify)^ 

What do you see 'as Ralph's constraints/limitations in taking the 
course of action (s) you selected? 



1 
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7. 



Case Situation III 

In the past, Ralph has handled financial and budgetary activities 
with relative ease- However in recent years, these matters have 
become more involved and Ralph now feels there is much that he needs 
to learn ";bout this area, ^ ^ 

i::^v P epresontative Is This Situation 0^ Y our Ow/ Organization ? 

I am facin'^^Tcn: have faced a similar type of situation. ^ 

' This has not been a typir.a. .ituation for my organization, 

" This has been somewhat typical situation for my organization, 

This problem could not <^-^^^e in my organization. 

OtheSr (please specify) 



To help remedy this situatic , Ralph should: (Pl^:^ .e select your two 
top choices, placing "I" before your first choi-o & ''II'' before your 
second choice) . . 

consult an accountant as needed 

get some help on financial management from a board member 
take a financial course at a local college or university 
enroll in a management program which would cover this 

problem and other pertinent problems 
other (please specify) 



What do you see as Ralph's cons traints/lxmi to tioni ^n taking the 
course of action (s) you selected? 



Case Situation IV 

Jim Rowe is one of Ralph's young supervisors. Ralph feels Jim 
has good potential for becoming an executive. Recently*, Jim has 
asked Ralph's advice related to what he should do about further^ 
formal education so that he can be ready to assume an executive's 
position in 3-5 years. At thf. present time, Jim holds a master's 
degree in his specialized field but has no formal educational 
bac ground in management or allied areas. 

How Representative Is This Situation Of Your Own Organization ? 

It is typical for younger people who want to enter 
management in our type of organization. 

It is not very typical as younger people seem to have 
the necessary academic management background when 
they enter our organirktion. ^ ^ 

This situation could not arise in our organization. 
" Other (please specify) ^ 
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8. 

Ralph should suggest that: (Please select your two top choices-, placing 
"I" before your fi^ot choice and "II" before your second choice). 

Jim do some reading on management on his own. 

Jim take a short course on management. 

Jim enter a Mastar of Business Administration Program. 

Jim talk with other agency executives and attempt to 

learn how they handle administrationw 
Other (please specify) 



What do you see as Jim's constraints/limitations in taking the course 
of action (sj you selected? / 



i * * 



For classification purposes or.iy, could you provide \rs with the 
following information. 

1. Number of people employed full-ii:ne in your organize. i.ion . 



2. 1977 operating budget income from all sources for your organization, 



3. What percentage of your total income comes from governmental funds 
and third party paymer •? 



4. Into which age group do you fall? Please circle one. 

?0-29 
30-39 
40-49 
50-^ 

6 0 and above. 

5. Please list degree (s) you hold in your field of study & the college/ 
universities which granted the degree. 

Degree Field of Study College/University 
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